INTRODUCTION
Business ethics research has grown vastly within the past two decades and due to the proliferation of business scandals, it seems as if the growth trend in workplace ethics literature will continue. There are convincing reasons to this growth as the recent ethical lapses at the established companies which shows what may occur as the result of an unethical environment created by strategic management (Baker et al., 2006) . Ethical situations are becoming more complex, involving more issues (Koh and Boo, 2001 ) and a common management strategy involves enhancing codes of ethics (Valentine et al., 2006) . Establishing a desirable ethical work climate is inevitable for all organizations and types of employees (DeConinck, 2011) . Although job satisfaction (JS), organizational commitment (OC) and organizational citizenship behavior (OCB) continue to interest researchers because of its positive effects on businesses and organizations but relatively little is known about the *Corresponding author. E-mail: kichan@inha.ac.kr. Tel: +82-32-860-7741. effects of ethical climates on these variables while little attention is paid to firm characteristics in the research. Research on these subjects, however, is concentrated mainly in developed countries (especially USA and Europe) and the findings may not be generalizable to developing countries (Koh and Boo, 2001) .
A flow of theoretical and empirical research on ethical climate follows the archetypes of Cullen (1987, 1988) who suggests nine ethical climate types that crossclassify three bases of moral judgment with the three loci of analysis. The common focus of these studies is an examination of the impact of the ethical climates on one or more components of organizational effectiveness. Cullen et al. (2003) reconfirm the negative effects of an egoism-based ethical climate on OC. Their pre-set hypotheses explain the research expectations and outputs; "egoistic climates relate negatively to organizational commitment", "benevolent climates relate positively related to organizational commitment", and "there is a positive relationship between principled ethical climates and organizational commitment for professional workers and no relationship for nonprofessional workers".
To differentiate the study here from the similar approaches and archetypes of Cullen (1987, 1988) , it focuses on the positive and "desirable" ethical climates, by eliminating the egoism-based types. Instead, the study introduces the firm characteristics as a moderator for organizational effectiveness. Their rationale supposes, in accordance with the "positivepositive" correlations, that the desirable climates relate positively to organizational effectiveness, moderated by the firm's characteristics. Firm's characteristics affect the impacts of perceived ethical climates on organizational effectiveness. Firm characteristics include business, size, nationality and leadership, ethical management systems and the ethical behavior of the staff (Bass and Steidlmeier, 1999; Beyer and Niño, 1999; Cullen et al., 2004; Falkenberg and Herremans, 1995; Hunt et al., 1989; Park, 2010) . Due to the tremendous industrialization growth, information technology (IT) firms in South Korea (hereinafter; Korea) are focus of current research. No significant study is found to study the relationship between ethical climates and organizational effectiveness moderated by JS, OC and OCB in Korean IT firms. This explorative attempt includes four growing IT related companies in Korea with different sizes (large and small) and origin of country (domestic and foreign), expecting more contrasting role as moderator than other businesses. Since, current literature is progressing; therefore it is believed that this study will also make a timely contribution to the existing literature on business ethics at firm's level in Korea. As there is little literature that examines how ethical climates affect organizational effectiveness moderated by firm characteristics.
THEORETICAL BACKGROUND
Due to its tremendous transformation from a subsistent agricultural economy into a more technological advanced and industrialized economy in a short span of time, Korea has received significant attention from the all over the world. Over the last decade, some Korean companies have emerged to become global players and market leaders in their specialized products and services. Due to this extra-ordinary industrial development, Korean firms are also getting lot of attentions from researchers in many fields including business ethics. When encountering difficult tasks such as the restructuring of current business or the mobilization of human resources, a firm's top management usually embraces a new management system or business model (Child, 1974; Finkelstein, 1992; Forte, 2004; Prahalad and Hamel, 1990) . A similar response appears in the arena of business ethics (Finkelstein and Hambrick, 1990; Hambrick and D'Aveni, 1992; Thomas et al., 2004; Walsh, 1988) . In particular, when more business ethics and corporate social responsibilities seriously consider, the more top management rushes into the institutionalization of ethical Park et al. 4849 management systems, to get awards from the press institutes or academic societies (FKI, 2007; Park and Cho, 2009) . These phenomena juxtaposes with the lack of employee's self-consciousness in practicing business ethics, drag ethical management toward a superficial and pretentious approach (Barnett and Vaicys, 2000; Cottrill, 1990; Schneider, 1975; Victor and Cullen, 1987; Park and Cho, 2009 ). This study responds to several calls for research on ethical climates and organizational effectiveness include:
(1) to examine the relationship between desirable ethical climates and organizational effectiveness, (2) how different characteristics of the organization affect the impacts of desirable ethical climates on organizational effectiveness, (3) to conduct a research on ethical management more pragmatic while taking into account the characteristics of organization and finally (4) to separate the desirable from undesirable enablers in such research. This study opts for only desirable climates from the archetypes of Victor and Cullen (1988) , making the analogy from the "two-factor theory" of Herzberg (Herzberg et al., 1959; Herzberg, 1987) motivator (as positive factor) and hygiene (as negative factor) factors. Verbos et al. (2007) , in their research on the positive ethical organization, follow Herzberg's approach.
Since the appearance of the ethical climate matrix of Victor and Cullen in 1987 and the further research on ethical climate (Barnett and Vaicys, 2000; Cullen et al., 2003; Deshpande, 1996; Dickson et al., 2001; Elçi and Alpkan, 2009; Martin and Cullen, 2006; Stawiski et al., 2009) conclude without exception that the perceived egoism climates (an analogy of Herzberg's hygiene factors) induce negative performance.
As for the three dependent variables (JS, OCB and OC) in Figure 1 reflecting organizational effectiveness, numerous studies treat them in isolation or combination as dependent variables (Bateman and Organ, 1988; Becker, 1960; Carroll, 1998; Cullen et al., 2003; Elçi and Alpkan, 2009; Fritz et al., 1999; Hunt et al., 1989; Williams and Anderson, 1991) . In contrast, the study here examines all of the three most frequently used dependent variables in order to conduct a more comprehensive and comparative analysis. effectiveness, are comparable to the notion of organizational culture (Ashforth and Mael, 1989; Peters and Waterman, 1982; Schein, 2004; Weaver et al., 1999a; Weaver et al., 1999b ) that flourishes in the 1980's. Although, cultural or cross-cultural research is increasing, even in the realm of an ethical climate (Balmer and Greyser, 2002; Beyer and Nino, 1999; Chen and Francesco, 2000; Lemmergaard and Lauridsen, 2008; Lopez et al., 2009; Werner, 1994; Yamagishi and Yamagishi, 1994) , this study focuses more on the macrolevel, and rarely examines the micro-level of a firm's characteristics or organizational culture. In this study, firms are characterized by four categories, that is, foreign large firm, foreign small firm, Korean large firm and Korean small firm as shown in Figure1. H 2 : The different characteristics of the organization (categorized by the size of firm and origin-nationality) affect the impacts of desirable ethical climates on organizational effectiveness.
RESEARCH METHODS

Subjects
Data were collected from the four firms in Korea to examine the relationship between desirable ethical climates and organizational effectiveness along with the firm characteristics. The 50 item research questionnaire was administered to a random sample of 600 employees in the four information technology (IT) firms. It can be argued that 600 employees comprise an appropriate sample as they are people who have to deal with business ethics issues in the course of their work. Hence, it is believed that they are in a position to give meaningful responses to the questionnaire. A total of 395 were returned and 383 were used in the analysis after 12 incomplete questionnaires were excluded, giving a response rate of 64%. A careful attention was given to the translation equivalence. The authors underscored the need for careful translation equivalence of the questionnaire from English to Korean. Translation equivalence was established through a translation and back-translation process (Mullen, 1995) . The first author is also native speaker of Korean. From a total of 38 questions in Victor and Cullen (1988) , 12 questions were identified as favorable ethical climate by explorative and confirmatory factor analysis as shown in Tables 2, 3 , 4 and 5. These questions are commonly defined as favorable ethical climate in Cullen et al. (2003) , Joseph and Deshpande (1997) , Schwepker (2001) and Lee and Lee (2000) .
The result of factor analysis with the 12 questions translated in Korean showed three groups eliminating 2 questions related to personal morality and company profit as given in Cullen's (1987, 1988) ethical climate matrix. All the scales were measured on a scale ranging from (1) strongly disagree to (5) strongly agree. Figure 1 shows the research model and the relationship of variables. The research model comprises characteristics of the firms included in the sample and the three dependent variables that is, JS, OC and OCB. The model also comprises three types of desirable ethical climate, that is, careful concern (CC), ethical standard (ES), and social responsibility (SR) climate. Friendship and Team Interest related items in Cullen's (1987, 1988) ethical climate matrix were classified as company's CC for the happiness and prosperity of the employees. SR refers to giving more of the weight on the social impacts of organizational behavior, including customer relationships. It was taken as same as in the original. ES refers to faithfulness to the laws and rules. Company rules and procedures and laws and professional codes related items were classified as company's ES.
Measurement of dependent variable
Job satisfaction
This study applies JS (Bateman and Organ, 1983; Blau, 1986; Dashpande, 1996; Elçi and Alpkan, 2009; Judge and Watanabe, 1993; Kuvaas, 2006) with 5-point Likert scales, which is the most frequently employed as dependent variable in prior research. JS was measured by using the job descriptive index (JDI) (Smith et al., 1969; Smith et al., 1983) . The JDI was chosen as it is considered to be a most reliable and valid measure for job satisfaction. JDI consists of five subscales assessing satisfaction with the work itself, pay, promotion, supervision and co-workers. In the following analysis, composite scores reflecting overall JS was examined. The scores were computed by averaging across items and subscales.
Organizational commitment
Commitment was measured with the five item affective continuance and normative commitment used in the previous research by Meyer and Allen (1991) . The Meyer and Allen (1991) scale has been used extensively as dependent variable in the previous research (Buchanan, 1974; Cullen et al., 2003; Fritz et al., 1999; Hunt et al., 1989; Meyer and Allen, 1991; O'Reilly and Chatman, 1986) . Items used to measure these components are combined to form a measure of overall OC. Responses were made on 5-point Likert scales. The scale total scores were computed by averaging across items and subscales.
Organizational citizenship behavior
OCB has also been frequently used as dependent variable in the previous research (Carroll, 1998; Maignan and Ferrell, 2000; Matten and Crane, 2005; Podsakoff et al., 2000; Williams and Anderson, 1991) . Citizenship behaviors were measured by the scale developed by Williams and Anderson (1991) . In this study, the measure of OCB was comprised of six item scale related to organizational citizenship behavior directed toward the whole organization OCB directed to the organization (OCB-O) which has reliability of 0.75, and organizational citizenship behavior directed at other individuals OCB directed to the individuals (OCB-I) which has reliability of 0.88. Items are operationalized using 5-point Likert scales. The scale total scores were computed by averaging across items and subscales.
Measurement of moderate variable
In this study, firm characteristics in IT business were taken as moderate variables. Sample companies in IT business were precategorized in terms of four different characteristics (Korean, foreign, large and small). In many familiar research outputs, a firm's size and nationality are frequently applied to compare and to analyze corporate competitiveness or core competence of the concerned organizations (Murray, 1989; Nonaka and Konno, 1997; Porter, 1980; Pfeffer, 2007; Prahalad and Hamel, 1990; Reidenbach and Robin, 1990) . The IT business is very dynamicand easy to compare with one another, but it creates ethical scandals more frequently in Korea than in other traditional settings (FKI, 2007; Park and Cho, 2009 ).
RESULTS AND DISCUSSION
Validity and reliability analysis
Desirable ethical climates
To verify the construct validity of the factors, this study uses the VARIMAX rotation method. The results of exploratory factor analysis and reliability testing for each measured item on the desirable climates are all relevant as shown in Table 1 , with KMO of 0.88 (higher than 0.7), χ²=1,630.04(df=45) at α<0.001. The exploratory factor analysis finally regrouped the items into three factors with minimum factor loadings of 0.56 (higher than 0.5). The Cronbach's α of each climate (SR climate: 0.73; CC climate: 0.826; ES climate: 0.80) assured the reliability of each factor (higher than 0.6).
Organizational effectiveness
The results of exploratory factor analysis and reliability test for each measured item on organizational Park et al. 4851 effectiveness are all relevant has shown in Table 2 , with KMO of 0.72 (higher than 0.7), χ²=1,207.41 (df=45) at α<0.001. The exploratory factor analysis finally regrouped the items into three factors with minimum factor loadings of OCB 0.66 (higher than 0.5). Cronbach's α of each dependent variable (JS: 0.77; OC: 0.79; OCB: 0.72) assured the reliability of each factor (higher than 0.6).
Validity test by confirmatory factor analysis
The result shown in Table 3 confirmatory factor analysis following the exploratory factor analysis show the construct validity with χ 2 =762.584 (df=277, p=.00), GFI=0.87, CFI=0.92, TLI=0.90, and RMR=0.03. All the paths of the measured items are significant at α<0.001. 
Factor analysis and correlations
Findings from hypothesis testing
The covariance structural model (CSM) as shown in Table 5 summarizes the impacts of desirable ethical climate variables on organizational effectiveness. We interpret the model as relevant based on the Q value lower than 3.0 (χ²/df=2.93) with GFI=0.87, RMR=0.04, IFI=0.91, TLI=0.89 and CFI=0.91. But the results of each sub-hypothesis testing, presented in the table, show unexpectedly acceptance of just 5 of the 9 paths.
H1 testing: desirable ethical climate organizational effectiveness
The direct effects of desirable ethical climates on organizational effectiveness are complicated. All the subfactors of CC climate and ES climate exert positive impact on JS and OCB, while showing no significant relations with OC.
In contrast to the previous research outcomes ( Albinger and Freeman, 2000; Backhaus et al., 2002; Brammer et al., 2007; Greening, 1996, 2000) , the impact of SR climate is negative on OC but positive on JS with no significant effect on OCB. "Why, in this research, did the SR climate negatively affect OC?" The research output implies that the SR climate weakens employees' commitment to the organization, giving only slightly positive impact on their JS. This result might be the evidence of frequent Korean IT business scandals, as is expressed by the report of Federation of Korean Industries -Business Ethics Index (FKI-BEX) (Park and Cho, 2009) , implying that the IT business, particular in Korea is fast growing but still in lack of social responsibility consciousness.
H 2 testing: firm characteristics organizational effectiveness
Using the firm's characteristics (size and origin of nationality) as control variables, this study uses CSM to analyze the different impacts of desirable ethical climates on organizational effectiveness. The detailed results show that in Korean and small companies, the CC climate significantly influences JS and OCB but not factors of organizational effectiveness in the case of foreign and large companies. The SR climate exerts a positive impact on JS but shows no significant effect on either OC or OCB. Regardless of nationality, the ES climate impacts positively on JS and OCB. According to the company's size, the ES climate impacts positively JS and OCB in large companies, but only OCB in small companies. In sum, "H 2 " was fully supported, with an impact that varied according to the characteristics of the organization. Additional findings were obtained from oneway analysis of variance (ANOVA) on each variable. Table 6 illustrates and supports the differences in ethical climate factors according to the firm's characteristics at α=0.001. CC climate was highest in the large Korean firm Table 7 illustrates the differences in organizational effectiveness factors according to the firm characteristics. Among the three variables of organizational effectiveness (JS, OCB and OC), no differences in OCB are demonstrated, as this factor is relatively higher in all four type of firms. The results show slight differences in JS at α=0.05. However, OC exhibits large differences, with employees of the large Korean firm expressing a strong commitment (4.01) to their organization, in contrast to the relatively poor level of commitment in the small foreign firm (2.85). This result is in line with the research outcome of Cullen et al. (2003) on OC, suggesting that "OC is more dependent on the characteristics (size and nationality) of organization rather than the types of ethical climate" to which previous studies cling.
Differences in desirable ethical climate by firm characteristics
Differences in organizational effectiveness by firm characteristics
IMPLICATIONS AND CONCLUSION
This study reshuffles the archetypes of Cullen (1987, 1988) into three desirable ethical climates, and in particular eliminates the egoism-related factors. This study applies the positive-positive scheme to test the impacts of ethical climate on organizational effectiveness in order to gain a higher relevancy than that achieved in the previous research models. The detailed research findings imply that the impact of desirable ethical climates on JS is effective and positive. In the relationships between desirable ethical climates and OCB, CC and ES climates exerts positive impact, while the SR climate does not significantly influence OCB. On OC, none of the desirable ethical climates show any significant impact. Moreover, contrary to the previous research results, the SR climate influences negatively OC. The Korean employees in IT business, from the results, can be characterized that they prefer an organization not in tight social responsibility but widely open to the free competition and opportunistic success.
Instead, comparative analysis based on the characteristics of the organization revealed that the firm's size and nationality, as control variables, strongly influences OC, rather than the ethical climate variables of Cullen et al. (2003) . This correlation between ethical climate and OC imply the possible strong effect of other variables or factors, other than the ethical climate variables of Cullen (1987, 1988) .
The following contributions reflect of the research outputs in both academic and practical aspects. Firstly, the positive-positive causality model explains the more robust relationship between ethical climates and organizational effectiveness.
Secondly, rather than using only the static variables such as the nine types of ethical climate (Victor and Cullen, 1987; 1988) , the different characteristics of a firm exerts a stronger influence than the static explanation variables do.
Thirdly, an obvious clue occurs for understanding the ethical climate trait (Cullen et al., 2003; Park, 2010 ) of large Korean companies from the facts being appeared here that more the emphasis on CC than SR or ES, and more the effects of firm characteristics on OC than on JS or OCB.
These unexpectedly strong effects moderated by the different IT companies on organizational effectiveness informs researchers to focus more on the firm's characteristics, such as size, business, nationality, culture, leadership style etc., especially when they are relate with OC as a dependent variable.
However, the research suffers from two limitations: (1) the positive-positive model requires validation by a comprehensive comparison with previous studies that applied the original model of Victor and Cullen, (2) our empirical study on four IT companies including Samsung SDS and Oracle in Korea was conceived only as an experimental trial. In future research, in addition to the firm's characteristics, the empirical field needs to be extended to different industries and to other countries, such as Japan, China, the U.S., and European countries, by making site surveys.
